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This thesis investigates military affiliation intentions of first-term enlisted 
servicemen in all four branches of service who have less than a year remaining on their 
initial enlistment contract. The investigation is accomplished in two sequences: 

1. The study of servicemen most likely to reenlist, and of those most likely to 
separate; and 

2. Of those servicemen who are classified as not likely to reenlist, the likelihood of 
their joining the reserves. 

These two decisions are analyzed using demographic, tenure, cognitive/affective, 
economic, and employment alternative variables as explanatory factors. The analysis is 
completed by using a probit non-linear estimation technique which calculates the 
likelihood of a serviceman choosing to continue, or discontinue, military service given 
his set of specific characteristics. The results indicate potential policy variables that 
may be targeted by manpower policy planners to increase the likelihood of continued 
military affiliation either by reenlistment or reserve force participation. 
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I. INTRODUCTION 



A. GENERAL 

With the advent of the All Volunteer Force in 1973, the U.S. armed forces have 
had to expend increasingly higher levels of defense appropriations to attract and 
maintain the necessary quantity and quality mix of personnel to meet national security 
objectives. Being an entirely volunteer system, manpower policy makers must now, 
more than ever, carefully weigh policy decisions which affect areas such as 
compensation and quality of life measures which servicemen use in comparing the 
options of a military versus civilian career. 

The effectiveness of the military forces is dependent in large measure to the skill 
levels and experience of its personnel. The technological advances much in evidence 
throughout the four branches of service necessitates the need to not onlv attract 

W ✓ 

quality people, but more importantly to retain its highly trained and experienced core 
of personnel. Thus, controlling turnover in the military is a prime objective for 
manpower planners. Policies, especially those which affect military pay, benefits, and 
life quality measures in times of increasingly scrutinized defense appropriations must be 
accurately targeted at factors which weigh most heavily on servicemembers' affiliation 
decisions. This thesis investigates the affiliation intentions of first-term enlisted 
servicemen, with one year or less remaining on their initial contract, to identify factors 
which most directly affect their intentions to continue such affiliation. 

B. DATA BASE 

The data used in this thesis was extracted from a 1985 DoD Survey of Officer 
and Enlisted Personnel conducted for the office of the Assistant Secretary of Defense 
(Force Management and Personnel) (OASD) (FM&P) by the Defense Manpower Data 
Center (DMDC). This 1985 DoD Survey was one of several surveys conducted as part 
of the first large-scale survey effort to fulfill the needs for information on the total 
population directly involved with military life in the active-duty forces. This survey is 
particularly useful in investigating: 

• The response of military personnel to changes in military compensation and 
benefits enacted in recent years; 

• Factors affecting retention of active-duty personnel; 
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• Differences in career orientations, attitudes, and experiences between members 
of different subgroups, e.g. minorities, gender, age, etc.; and 

• The demographic, household, familial and other characteristics of military 
personnel. 

C. RESEARCH QUESTIONS 

This thesis analyzes to what extent, if any, and the magnitude that demographic, 
tenure, cognitive/affective, economic, and employment alternative factors have on the 
military affiliation intentions of first-term enlisted servicemen. Reenlistment intentions 
and intentions of joining the reserves have been dichotomized into yes/no categories. 
Chapter IV analyzes reenlistment intentions, while Chapter V analyzes reserve 
affiliation intentions. 

D. METHODOLOGY 

The model developed to investigate reenlistment and reserve affiliation intentions 
is a binary-choice model. This model requires the calculation of probabilities (or the 
likelihood) of a serviceman taking a specific action, reenlist or join the reserves, given 
his set of characteristics. In view of the availability of individual level data and a 
dichotomous dependent variable, the non-linear probit model is applied. 

E. LITERATURE REVIEW 

To develop the conceptual framework for this thesis, factors that have been 
investigated, and the models developed by both civilian and military researchers in their 
analyses of personnel turnover were explored. Those factors and/or variables found in 
the literature search which also were available in the 1985 DoD Survey were used as 
the basis for candidate variables to develop the final reenlistment and reserve affiliation 
models. 

F. ORGANIZATION OF THE STUDY 

Chapter II presents the literature review in greater detail and includes alternative 
views of the turnover problem in both civilian and military personnel applications. 
Discussions of turnover research modeling, as well as military research efforts in both 
the active and reserve forces, close out the chapter. 

Chapter III further develops the Research Objectives of this thesis, describes the 
Data Base used, and looks at the Methodology and Statistical Analysis applied. The 
five categories of candidate variables for investigation are discussed and subsequently 
reduced to a final set of explanatory variables. The formulation of the dependent 
variables for the reenlistment and reserve decisions are also discussed. 
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Chapters IV and V describe the analyses of reenlistment and reserve affiliation 
intentions, respectively, and include discussions of model estimations and results of 
these analyses. An analysis of the predictive accuracy of the models close out each of 
these chapters. 

The final chapter, Chapter VI, summarizes conclusions drawn from results of the 
model estimations, citing factors which were shown to significantly affect the military 
affiliation intentions of first-term servicemen in the four service branches. A discussion 
of manpower policy implications and recommendations for future research efforts 
conclude this thesis. 
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II. REVIEW OF LITERATURE 



A. BACKGROUND 

Studies into the phenomena of employee turnover have been the object of 
research for over 70 years, being addressed in an estimated 2000 publications (cf. 
Muchinsky and Morrow, 1980). These studies have not been well integrated however, 
being divided between various disciplines, including economics, psychology, and 
sociology primarily (Muchinsky and Morrow, 1980; Williams and Hazen, 1986). There 
remains a general disagreement among researchers on the composition of turnover or 
the best model or approach for thoroughly analyzing such a complex subject area. For 
this research effort, turnover and quitting are considered equivalent, voluntary 
individual actions. 

The existing literature has looked at turnover from a myriad of perspectives 
producing a multitude of relationships between actual turnover and explanatory factors 
such as individual characteristics, work-related factors, and economic factors. 
Investigation into the basic job satisfaction-turnover relationship has sparked research 
into two ancillary antecedent processes. The two arc the job turnover process, and the 
organizational commitment process. Additionally, many researchers have now focused 
their efforts on analyzing the adequacy of turnover models instead of duplicating 
support for, or rejection of, correlating variables of turnover (Mobley, Griffeths, Hand 
and Meglino, 1979). 

B. GENERAL TURNOVER RESEARCH 

Muchinsky and Morrow (1980) highlighted the narrowness of turnover studies, 
citing the propensity of psychologists to study turnover and its relationship to job 
satisfaction, personality, intelligence, aptitude, and biographical data. Sociologists tend 
to focus on the impact of structural determinants on turnover, while economists have 
emphasized the relationship between turnover, the business cycle, and inter-industry 
quit rates. 

While the word turnover may conjure up negative images of good people turning 
their backs on an organization and leaving, Abelson and Baysinger (1984) show that 
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TABLE 1 

POTENTIAL NEGATIVE CONSEQUENCES OF TURNOVER 



• Increased costs: recruiting, selecting, training replacements. 

• Demoralization: those remaining may question their own position in 
the organization and initiate search strategies for better positions. 

• Negative public relations: are the military services a good place 
to work? 

• Operational disruption: discontinuity in decision-making, unqualified 
replacements, less developed job skills. 

• Strategic opportunity costs: unable to pursue growth strategies 
due to insufficient manpower. 

• Decreased employee social integration: instability in w'ork groups 
caused by turnover may make establishing close social relationships 
at w'ork more dilTicult. 

• Undifferentiated turnover control strategies: incurring unecessary 
costs due to ineffective turnover control strategies— poor analysis 
of w'hy turnover occurs. 

turnover can be functional or dysfunctional for an organization. Dysfunctional 
turnover is the voluntary separation of people the organization desires to retain. A 
summary of potential negative consequences is presented in Table 1 (cf. Mowday, 
1984). Conversely, functional turnover may result in positive consequences for the 
organization as poor or undesirable performers quit or are forced out. This ostensibly 
could lead to greater effectiveness and efficiency within the organization overall. 
Several studies have dismissed as an assumption that all turnover is dysfunctional 
(Dalton, Tudor and Krackhardt, 1982; Muchinsky and Morrow', 1980). Abelson and 
Baysinger (1984) expand their study by incorporating the element employee job 
performance as as a turnover factor, hypothesizing that if employee performance is 
high, turnover is considered dysfunctional, w'hile turnover of poor performers is 
considered functional for an organization. 

Mowday (1984) finds at least two problems with only viewing turnover in a 
negative sense. First, it neglects the number of potential positive outcomes associated 
w'ith turnover as suggested in Mobley (1982), Mowday, Porter and Steers (1982), and 
Dalton and Tudor (1982). One positive outcome is the increase in upw'ard mobility if 
turnover occurs "up the corporate ladder." This assumes that the relative capabilities 
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and potential of prospective replacements and the outgoing incumbent are not too 
drastic. Turnover may also allow marginal performers to move into a vacancy that is a 
better job match for the skills they possess. The second problem in viewing turnover as 
only negative is that it narrows the focus about appropriate managerial responses to 
how and if retention of desired personnel can be increased. 

Muchinsky and Morrow (1980) divided voluntary turnover into three major 
classes of determinants, specifically: 

• individual employee characteristics 

• work-related factors 

• economic variables 

Table 2 breaks down these classes of determinants, as well as their relationship 
(positive or negative) to turnover. While Table 2 is not an exhaustive listing of relevant 
variables related to turnover, it does include the principal determinants of turnover 
used in the majority of analyses conducted to date. Each determinant consists of 
variables which have been proposed as probable antecedents of turnover, and have 
been established as correlates of turnover through empirical verification. 

Muchinsky and Morrow (1980) found individual and work-related variables more 
predictive of turnover during periods of prosperous economic conditions than when the 
economy is strained. March and Simon (1958) found that under nearly all conditions 
the most accurate single predictor of turnover is the state of the economy. Muchinsky 
& Morrow (1980) caution that the use of economic factors in cross-sectional analytical 
models have weaknesses. In cross-sectional studies economic factors become fixed at 
the point in time the study was conducted, therefore, differences in individual variables 
are left to account for systemic variations in turnover. This has the conceptual effect of 
minimizing the impact of the economic variables over time. Since the economy and 
labor market are not static, longitudinal designs must be used to trace the true impact 
of economic variables. 

Regarding economic factors, it has been suggested that high quit rates are a 
function of a secondary labor market, that is, an increase in the number of women, 
teens, and nonwhite workers entering the labor force when jobs are widely available. 
These same labor groupings frequently drop out of the labor market when more useful 
alternatives to paid employment appear (home service, attend educational institution, 
etc.). Thus it has been hypothesized that the existence of secondary labor market 
conditions increase voluntary turnover ( Muchinsky and Morrow', 1980). 
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TABLE 2 

DETERMINANTS OF TURNOVER AND SIGN OF EFFECT 



1. Individual Factors 
*Age (-) 

•Length of service (-) 
"Vocational interest (m) 
"'Familv size (-, + ) 
•Aptitude 



2. Work related factors 

"Recognition Feedback (-) 

•■“Job autonomy responsibility (•) 
* Supervisory characteristics (m) 
•"Job satisfaction (-) 
•Organizational commitment (-) 
“‘'Seniority provisions (m) 

"Role clarity (-) 

•Person-job congruence (-) 
•"Occupation-role integration (-) 



“‘'Intelligence (m) 

•Biodata (m) 

Family considerations (m) 
Alternate income sources ( + ) 
"Personality (m) 



Organization/job prestige 
•Pay (-) 

• Preemployment intervention (-) 
•Task repetitiveness ( + ) 
Technology 
■‘'Work unit size ( + ) 

Flexi-time (-) 

“‘'Organization size 



3. Economic Opportunity factors 

“‘’State of national economy (GNP, unemployment) ( + ) 

““State of local economy ( + ) 

•Type of industry (-) 

•State of industry (£ job vacancies) ( + ) 

Presence of secondary labor market ( 4- ) 

Alternate institutional income sources (unemployment, welfare.) ( + ) 



Note: 

(-) negative relationship to turnover 
( 4- ) positive relationship to turnover 
(m) mixed relationship to turnover 

While there are clearly relationships between employee turnover and economic 
conditions, most analysis has been focused on job turnover rates and aggregate levels 
of economic activity. As such, these studies have contributed little to understanding the 
individual turnover decision. (Mobley et al., 1979) 

A more recent listing of the correlates of turnover as extracted from turnover 
literature was compiled by Cotton and Tuttle (1986). Three categories of determinants 
were developed, external factors, work-related factors, and personal characteristics. 
Table 3 displays this data. Cotton and Tuttle (1986) parallel Muchinsky and Morrow's 
findings that age, tenure, pay, job satisfaction, employment options and perceptions, 
and organizational commitment are stable, reliable correlates with turnover. The 
negative relationships of age and tenure (length of service) with turnover was verified in 
earlier studies ( Porter and Steers, 1973; Porter et al., 1974; Price, 1977). 
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TABLE 3 

CORRELATES OF TURNOVER 



1. External Factors 

Employment perceptions 
Unemployment rate 
Accession rate 
Union presence 



2. Work-related Factors 



Jod performance 

Role clarity 

Task repetitiveness 

Overall job satisfaction 

Satisfaction with pay 

Satisfaction with supervision 

Satisfaction with work itself 

Satisfaction with co-workers 

Satisfaction with promotion opportunities 

Organizational commitment 



3. Personal Factors 

Age 

Tenure 

Gender 

Biodata 

Education 

Marital status 

Number of dependents 

Aptitude and abilitv 

Intelligence 

Behavioral intentions 

Met expectations 



Suffice to say, correlates with turnover are plentiful and most have been 
empirically supported in numerous studies. This has posed a challenge to researchers to 
devote less time to reverifying correlates of turnover, and to more fully investigate 
turnover models and develop process-oriented theories of turnover (Cotton and Tuttle, 
1986; Mowday, Koberg and McArthur, 1984; Mobley, Horner and Hollingsworth, 1978; 
Mobley, 1977; Rusbult and Farrell, 1983; Dalessio, Silverman and Schuck, 19S6). 
Mobley (1982) cited the lack of research on turnover as a process, stating that one- 
time measures and subsequent bivariate correlational analyses are unable to detect 
changes in variables, an important consideration in judging the validity of turnover 
models. 

Krackhardt and Porter (1986) investigated the relationship between turnover and 
communication networks. The traditional view of the turnover process assumes 
turnover occurs atomistically within the work group. Individual behavior is considered 
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a stochastic function determined by various personal and situational characteristics 
attributed to the person. Once these attributes are known, a regression model predicts 
an independent probability of an individual leaving. Krackhardt and Lyman assume 
people are not independent actors and affect each other by their own behavior. The 
degree to which they affect each other depends on their interrelationships, bonds 
created between members in a work group through role equivalence, and perceived role 
similarity as determined by informal communication patterns. Krackhardt and Lyman 
conclude that turnover occurs in clusters, and these clusters would be significantly 
related to the degree to which employees occupying similar informal roles as defined by 
perceived communication patterns. These informal clusters are conducive to allowing 
turnover to create more turnover (the "snowball effect"). From a managerial 
perspective, it becomes imperative that turnover rates be closely monitored and 
corrective action taken to prevent the costs of turnover from becoming excessive 
(Terborg and Lee, 1984). In an earlier study Price (1975) included participation in 
primary groups, communication, and centralization as three of four turnover 
determinants which were empirically supported (the fourth determinant being pay). 

Investigations of organizational turnover have typically examined simple 
relationships between job attitudes, perceptions, and turnover ( Dalessio et al., 1986). 
Job satisfaction is generally regarded as one of the more important antecedents of 
turnover, showing a consistently negative relationship to turnover with correlations 
ranging between .16 to .40 ( Bravfield and Crockett, 1955; Locke, 1976; Porter and 
Steers, 1973; Martin and O'Laughlin, 1984; Mobley, 1977; Mobley et al., 1979; Price, 
1977; Dalessio et al.. 1984). 

Lee and Wilbur (1985) found that job satisfaction increased with age of the 
individual. Younger employees were less satisfied with their jobs, especially with the 
intrinsic characteristics of the work, such as ability utilization, work challenge, 
creativity, independence, responsibility, and variety. Older workers found more 
satisfaction with extrinsic characteristics of their jobs, namely promotion opportunities, 
compensation, and work conditions. Salary, level of education, and job tenure did not 
alter the relationship of job satisfaction and age significantly. 

Rusbult and Farrell (1983) concluded that greater job satisfaction resulted from 
high job rewards (personal and psychological) and low job costs (opportunity costs). 
Feelings of job reward were experienced almost immediately from the beginning of 
employment with an organization, and were strengthened through the use of realistic 
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job previews during the hiring process and the elimination of aversive elements of the 
job through periodic job redesign. 

The use of measures of job satisfaction as the immediate precursor to actual 
turnover has been both accepted and supported, as well as reviewed, refined, and 
expanded. Job satisfaction is a global and multi-faceted measure (Ben-Porat, 1981). 
Many researchers have relied on a single item or selective index measure of job 
satisfaction in their studies. Defining overall job satisfaction as the sum of its many 
facets (discrete elements of which the job is composed) has been shown to neglect some 
major determinants of job satisfaction. Scarpello and Campbell (1983) supported the 
use of a single global rating (1 to 5 in their study) as the most inclusive measure of 
overall job satisfaction, as well as the most reliable measure. They conclude from their 
research that there is no empirical evidence that the single item measure of job 
satisfaction is unreliable or unstable. 

One problem in the use of job satisfaction measures to identify problems that 
may be causing high turnover within an organization is contamination of the survey 
sample. Jackofsky (1984) substantiated that poor performers within an organization are 
generally the least satisfied with their job. Thus, using a single item measure of overall 
job satisfaction to survey an organization could potentially mask important 
relationships in the turnover process. 

Another useful construct for predicting organizational turnover is organizational 
commitment, which concerns itself with the psychological attachments to the 
organization that makes voluntary separation difficult (Koch and Steers, 1978; Price 
and Mueller, 1981; Mobley et al., 1978; Mowday et al., 1979; Mitchell, 19S1; Werbel 
and Gould, 1984; Williams and Hazen, 1986). Mowday, Steers and Porter (1979) define 
organizational commitment as an acceptance of the goals and values of the 
organization, a willingness to exert considerable effort in behalf of the organization, 
and a desire to maintain membership in the organization. It is the relationship between 
job satisfaction, organizational commitment, and turnover that has prompted much of 
the latest research for determining organizational turnover. 

The major focus of commitment literature has been to identify antecedents of 
commitment from a variety of categories of variables. These categories have included 
personal and job characteristics, work experiences, organizational factors, and role- 
related factors. Through a process of evaluating costs and benefits, individual needs 
and desires are satisfied. The resulting affective state becomes associated with the 
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organization providing the job and its associated characteristics and environment. 
Commitment results from this association. (Williams and Hazen, 1986) 

Rusbult and Farrell (1983) found greater job commitment resulting from high job 
rewards, low job costs, poor alternative employment quality, and existing large 
investment in the present job. Just prior to leaving a job in an organization, the job 
commitment of those who left was best predicted by a combination of these factors. 
They go on to point out that despite the significant advances in the research of 
employee commitment and turnover, and understanding these phenomena, much 
remains to be explained, sentiments previously aired by Mobley et al., (1979) and 
Mowday, Porter and Steers (1982). 

Bateman and Strasser (1984) found organizational commitment to be an 
antecedent of job satisfaction rather than an outcome of it. Their study highlighted the 
complexity of the organizational commitment construct, and concluded that the 
organizational commitment was causal to job satisfaction. Williams and Hazen (1986) 
point out that recent models of organizational commitment (eg., Morris and Sherman, 
1981; Steers, 1977; Stevens, Beyer and Trice, 1978) overlook the causal relationship 
between organizational commitment and job satisfaction. Because most models have 
included only one of these two variables, the causal relationship between the two is 
lost. The authors contend that there are relations between personal/organizational 
characteristics and job satisfaction, and a direct link between organizational 
commitment and job satisfaction. Williams & Hazen conclude that organizational 
commitment is an important determinant of turnover intentions, and that job 
satisfaction is a determinant of organizational commitment. This finding should not be 
suprising since one of the components of organizational commitment is desire to 
remain with the organization. Hence it is implied that personal and organizational 
variables such as age, expectations, and job characteristics influence job satisfaction 
directly, and organizational commitment indirectly through its link with satisfaction. 
Williams and Hazen (1986) establishes job satisfaction as an intervening variable to 
commitment with no direct impact on turnover. 

Werbel and Gould (1985) point out that tenure in an organization moderates the 
relationship between commitment and turnover since commitment is less stable with 
recent hires than more tenured employees. Initial organizational commitment is based 
more on unrealistic expectations or post decisional justification than stable 
psychological attachments. A new employee may have incomplete information about 
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the organization's goals and values, as well as membership requirements, so that 
attachment to the organization takes time. Werbel and Gould conclude that more 
intensive study of the commitment process in recent hires is needed to expand 
knowledge of how the commitment process develops and at what point(s) it becomes a 
salient predictor of behavior and attitudes in organizations. Mitchell (1981) found that 
if tenure enters a regression equation predicting turnover, there is variance in the 
turnover process associated with whether or not the individual is new to the position. 

C. TURNOVER PROCESS RESEARCH (MODELING) 

Research into the developing and testing of turnover models has lagged behind 
research into determining correlating variables of turnover (Arnold and Feldman, 
1981). As mentioned earlier, Mobley et al.( 1 979), among others, cited the need for 
advancing this area of research. 

One of the earliest models of the turnover process was provided by Rice, Hill and 
Trist, (1950). This model consisted of three phases in the turnover process: induction 
crisis, differential transit, and settled connection. Their theory addressed the turnover 
process in terms of psychological experiences and the choices individuals confront as 
they either continue with, or withdraw from an organization. 

March and Simon (1958) developed a comprehensive turnover-participation 
model, including as key decision variables: perceived possibility of intraorganizational 
transfer, perceived desirability of movement, and perceived ease of movement. Price 
(1977) utilized a psychological process model similar to March and Simon, and 
extended the turnover process literature by introducing sociological variables describing 
organizational conditions such as centralization, co-worker integration, and 
formalization. This study, a follow-on to Price (1975) where pay, participation in 
primary groups, communication, and centralization were empirically supported as 
determinants of turnover, rectified the absence of both psychological and sociological 
determinants Price concluded were necessary in any turnover process model. 

Porter and Steers (1973) developed a psychologically based turnover model 
premised on the theory of "met expectations" to explain the basis of employee 
turnover. As employee expectations of both the job and organization are met, the less 
likely they are to leave. Their model was devoid of structural and economic factors 
however, and has received little follow'- on research. 

Mobley (1977) was one of the earliest proponents of the existence of a 
withdrawal process as an intermediate linkage between job satisfaction and turnover. 
His first turnover process model consisted of the following ten factors: 
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• Evaluation of existing job 

• Experience job satisfaction/dissatisfaction 

• Think about quitting 

• Evaluate expected utility of search and cost(s) of quitting 

• Intentions to search for alternate employment 

• Search for alternate employment 

• Evaluate alternatives 

• Comparisonof alternatives and present job 

• Intention to stay/leave 

• Quit/stay 

The strength of the Mobley approach of a withdrawal process linkage was that it 
provided several testable hypotheses and addressed in depth the interaction of 
psychological an<l economic variables. Structural variables were conspicuous by their 
absence however (Muchinsky and Morrow, 19S0). 

Mobley, Horner and Hollingsworth (1978) simplified the Mobley (1977) study, 
sequencing a revised set of factors in the turnover process as follows: 

• Job satisfaction, individual characteristics, and the probability of 
finding alternate employment 

• Thinking of quitting 

• Intention to search 

• Intention to leave 

• Turnover 

Figure 2.1 illustrates this model. 
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The variables that link job attitudes (satisfaction and commitment) with turnover are 
most directly related to withdrawal cognitions, and only indirectly related to actual 
turnover. 

Mobley, et al.(197S), attempted to investigate if the influence of job satisfaction 
was indirectly related to turnover, and was one of the first studies to formalize 
intention to quit as the immediate precursor to actual turnover. It also described 
intention to quit as a function of its preceeding factors. They go on to suggest that a 
fuller understanding of the psychology of the withdrawal process must consider 
cognitive and behavioral phenomena in addition to the affective experienc of job 
satisfaction. As such, behavioral intentions soon became a focal point of research in 
the turnover process. 

Researchers studying organizational commitment and turnover (e.g., Steers, 1977; 
Porter, Steers, Mowday and Boulian, 1974) typically included intentions in their 
operational definition of commitment, and have found commitment to be a stronger 
correlate of turnover than job satisfaction (Mobley, et al., 1978). 

The Mobley, et al., (1978) model has served as the basis for critical research and 
validation, as well as a stepping stone for later models. Mowday, Koberg and 
McArthur (1984) cited as a weakness of the model the lack of cross-validation of the 
empirical results obtained by Mobley, et al., in their 1978 study. Evidence for the 
stability of this model was found to be greater within homogeneous samples than 
across samples that differed on important characteristics. The turnover decision process 
may differ for employees in different organizational and occupational settings (Mowday 
et al., 1984). 

Dalessio, Silverman and Schuck (1986) tested the Mobley (1978) model using 
path analysis, and found multicollinearity problems in the model design. 
Multicollinearity is said to exist if variance of one independent variable in a regression 
equation is largely accounted for by a linear combination of the remaining variables. 
One consequence of multicollinearity may be highly unreliable path coefficients leading 
to specification errors in a path model. Dalessio, et al., could not empirically support 
the entire Mobley, et al., (1978) model. Support was found for the indirect effect of age 
on turnover through job satisfaction, the indirect effect of job satisfaction on turnover 
through withdrawal cognitions, and intent to quit as the immediate precursor to actual 
turnover. Support was found for the direct effect of withdrawal cognitions on intent to 
search, though there was no empirically supportable linkage of intent to search with 
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turnover. While empirical and theoretical linkages in the Mobley, et al., (1978) model 
have proven inconsistent, intent to quit consistently remained the strongest predictor of 
turnover. The results of the Dalessio, et al., (1986) study resulted in a revised turnover 
model as shown in Figure 2.2. 



Age^Job satis — ► Think of -► Intent to -► Quit/stay 
faction quitting quit/stay 



Figure 2.2 Dalessio, et al., Model (1986). 

Miller, Katerburg and Hulin (1979) collapsed the Mobley, et al, (1978) model 
variable groupings into four groups, namely: 

•. Withdrawal behavior 

•. Withdrawal cognitions (think about quitting.job search, intent to quit) 

•. Career mobility (probability of finding alternate employment) 

•. Job attitudes (satisfaction, commitment) 

They found that withdrawal cognitions explained the greatest amount of variation in 
turnover, while career mobility and job attitudes added little to explaining actual 
turnover. The influence of organizational commitment on turnover was indirect 
through its impact on withdrawal cognitions. Mowday, et al., (1979) found 
organizational commitment to be a direct predictor of turnover, but this finding is 
certainly not supported by Miller, et al., (1979), who claim their model is more strongly 
supported by virtue of double cross-validation of their results across two homogeneous 
samples used in their research. The Miller, et al., (1979) model is shown in Figure 2.3. 



Career -►Job Satis- — 


-► Withdrawal — 


Turnover 


Mobility faction 


Cognition 





Figure 2.3 Miller, Katering, & Hulin Model (1979). 
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A follow up study to Mobley, et al., (1978) was proposed by Mobley, Griffeth, 
Hand and Meglino (1979), emphasizing the individual decision process. This model, 
shown in Figure 2.4, retained intention to quit as the immediate precursor to actual 
turnover. Intention to quit was determined by job satisfaction, attraction of and 
present utility of the current job, and attraction and expected utility of alternative jobs 
and roles. These determinants were in turn moderated by the centrality of work values 
or the nonwork consequences of quitting. Organizational, economic, personal, and 
occupational variables are included as antecedents of perception, values, and 
expectations of the individual (Mitchell, 1981). Individual perceptions and employment 
alternatives play an expanded role in this model. The Mobley, et al., (1979) has been 
considered the most highly integrated and comprehensive model of turnover in 
literature through the 1970's (Muchinsky and Morrow, 1980). 




Bluedom (1979) also developed a generalized voluntary turnover model as shown 
in Figure 2.5. The exogenous organizational structure variables include pay and 
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organizational control (freedom and individual control of the worker) factors. The 
exogenous organizational environment variables are labeled environmental push and 
pull. Environmental push, the voluntariness of joining an organization, occurs at the 
time of entry and entails the negative sanctioning of an individual for failing to become 
a member of a specific organization. Environmental pull, comparison of various 
employment options, operates continually after an individual joins an organization, and 
refers to both the number of, and quality of higher unoccupied roles. Bluedom 
hypothesized the greater the push and/or pull, the greater the propensity to leave the 
current job. 

Steers and Mowday (1981) extended March and Simon (1958) with a 13- stage 
model of the process of voluntary employee turnover. Included as antecedents of 
turnover in their model were variables such as individual expectations, job experiences, 
affective responses to the job, nonwork-related influences, intent to stay, search for 
alternatives, and availability of alternatives. This model is shown in Figure 2.6. 




enous 
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Alternate 
Employment - 
Opportunity 

Individual 
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Economic & 

Market Conditions 
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Affective Turnover 
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♦ ^^Intention 

to leave 
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Figure 2.6 Steers & Mowday Model (1981). 

Their model differs from Mobley, et al., (1979) in the positioning of individual values, 
job expectations, economic and market conditions, and affective responses variables. 
Steers and Mowday (1981) also exclude intent to search as one of the immediate 
precursors to turnover. 

One final model to be discussed was developed by Arnold and Feldman (1982). 
Results of their research and data analyses lead to the model shown in Figure 2.7. They 
discovered that while some variables have a direct effect on turnover, other variables 
influence turnover through their impact on intent to turnover. Actual turnover was 
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more strongly related to intent to search, tenure, and perception of job security than 
intent to turnover (Muchinsky, 1983). 




Figure 2.7 Arnold & Feldman Model (1982). 



D. MILITARY RETENTION RESEARCH (ACTIVE FORCE) 

A major difference between termination from military duty and civilian 
employment is that the law specifically grants civilians the right to terminate at any 
time for any reason. The law meanwhile specifically and severely limits the conditions 
under which military personnel can terminate their service with the armed forces 
(Stolzenberg and Winkler, 1983). As mentioned earlier, the focus in this research will 
be on voluntary terminations from the armed forces which includes voluntary 
departures during an enlistment term, or terminations through non-reeniistments. 

Doering and Grissmer (1985) found that several recent studies (Gotz and McCall, 
1980; Hiller, 1982; Warner, 1979; Warner and Goldberg, 1982, 1984) conclude that 
retention depends on compensation. They find that retention rates are sensitive both to 
the present and future expected value of compensation, that this sensitivity increases as 
individuals approach the 20-year retirement point, and that after 10 to 12 years of 
service, remaining in the military is almost always preferred to civilian employment. 

Warner and Goldberg (1984) utilized the Annualized Cost of Leaving (ACOL) 
model for formulation of the reenlistment decision. The ACOL model is used by Navy 
manpower planners to predict retention rates for various grades and years of service. A 
choice based model, it is premised on an individual evaluating the utility associated 
with immediately leaving the service as opposed to reenlisting for additional periods of 
service. Utility is calculated from two components. The first component is the present 
value of the income stream of a selected outcome (reenlist or leave). The second 
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component is the present value of the monetary equivalents of the non-pecuniary 
aspects of the outcome. An individual would tend to reenlist for an additional period of 
service only if the ACOL exceeds the net taste for civilian life. Expected military and 
civilian pay and retirement benefits are the major variables used in this model. Warner 
and Goldberg concluded from their research on the ACOL model that variation in the 
ACOL explained much of the variation in the probability of reenlisting. 

Other studies measuring the efTect of income differentials (Enns, 1977; Hiller, 
1982) on retention rates at the end of both the first and second term indicate a similar 
sensitivity to present and future expected values of income. Income differentials are 
caused by differences in pay over time, or due to differences in promotion, skills, or 
performance. Because nearly every form of pay differentials among individuals is 
nonrandom, ambiguous interpretation of the results generally occurs (Doering and 
Grissmer, 1985). They cite bonus payments to alleviate personnel shortages in the 
military as an example of nonrandom payments. 

Doering and Grissmer (1985) further point out that besides the emphasis of 
research on compensation, additional behavioral variables such as sea-shore rotation 
and family separation for Navy enlisted personnel (Chow and Polich, 1980; W'arner and 
Goldberg, 1982) as well as attitudinal variables (Chow and Polich, 1982) have been 
included to explain retention rates along with the standard pay and demographic 
variables. Doering and Grissmer cite the need for more experiments in the military to 
expedite progress in retention research. A limited number of experiments have been 
undertaken aimed at maesuring the effects of educational benefits, (Fernandez, 1982; 
Haggstrom, 1981; Polich, Fernandez and Orvis, 1982) terms of service, (Haggstrom, 
1981) and enlistment bonus payments (Polich, 1984). 

Stolzenberg and Winkler (1983) report that Hiller (1982) examined the roles of 
compensation, promotion, location, and job satisfaction in explaining second-term 
reenlistment in the four services, finding compensation to be a good predictor of 
enlistees' stated reenlistment probabilities. Hiller also found that certain location and 
job satisfaction variables were also important, and that the single best overall predictor 
of reenlistment intentions was the enlistees' expectation of promotion to the next 
higher grade. This measure reflects compensation somewhat, but also encompasses 
such nonpecuniary factors as career success and nonpay benefits of promotion to the 
next higher level. Stolzenberg & Winkler (1983) conclude that compensation is an 
important determinant of voluntary termination, and that research has consistently 
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failed to model the relationships among different aspects of satisfaction with military 
service, including pay. Consequently, it is difficult to assess the total effect of 
compensation on the termination decision or to know if dissatisfaction with 
nonpecuniary factors fosters dissatisfaction with remuneration. 




Figure 2.8 Motowidlo & Lawton Models (1984). 

Motowidlo and Lawion (1984) tested three alternative models of causal 
relationships between satisfaction, expectancy about consequences of staying, 
expectancy about consequences of quitting, and intention to stay (reenlist) or quit for a 
sample of first term-Army soldiers. The three models are showm in Figure 2.8. 

Model A replicates Mobley, et al. , (1979). Motowidlo and Lawion found that 
neither model A nor B w r ere consistent with the correlation patterns observed between 
perception of favorable Army attributes, satisfaction with Army life, expectancy about 
favorable consequences of leaving, intention to reenlist or leave, and actual 
reenlistment. Model C could not be completely ruled out due to the lack of a strong 
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empirical basis. They concluded that if model C is correct, management strategies 
should be focused directly on the job satisfaction. Turnover may be managed more 
effectively by improving job conditions, supervisory practices, pay policies, and other 
organizational features to keep the feeling of dissatisfaction from surfacing in the first 
place. 

Fredland and Little (19S3) found job satisfaction was lower for the military than 
civilians, and that specific elements of satisfaction, rather than personal characteristics 
of the individual, account for most of this difference. Reasons cited are military 
rotation policies, imperfect carryover of acquired military' training and skills to the 
civilian sector, perceptions of organizational instability, and misinformation as to the 
nature of military jobs and placement in those jobs (poor job-match). Similarly they 
found that race, marital status, education, tenure, hours worked, and labor market 
experience appear to have little influence on job satisfaction in the military. 

Balis and Hager (19S3) found that individuals induced to reenlist at the first 
decision point by a bonus payment, but who would have reenlisted without the bonus, 
had a negative impact on second term reenlistment rates. This effect was found to hold 
for all three services examined, namely the Army, Air Force, and Marine Corps. 
Goldberg (1981) estimated a similar lagged bonus effect for the Navy to be negative 
and significant as well. 

Hand, Griffeth and Mobley (1977) found that incentives, organization practices 
and climate, job content and satisfaction, intentions, expectations, demographic, 
psychological, aptitude, and performance variables, explain a small percent of variance 
in the dependent variable (turnover related). Table 4 displays a listing of variables 
found to be statistically significant in explaining actual and intended reenlistment, and 
was compiled from research conducted primarily between 1973 to 1977. While dated, 
these variables remain relevant as they continue to appear in more recent research of 
the military reenlistment problem. Carlisle (1975) and Glickman. et al., (1973) found 
that pay and/or fringe benefits had little effect on the decision to reenlist, but did effect 
the decision not to reenlist. Schneider (1973) also found that pay accounted for a very 
small proportion of the variance in the reenlistment decision for Navy personnel (less 
than S percent). 
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TABLE 4 

REENLISTMENT RELATED VARIABLES 



1. Economic and Incentive variables related to actual reenlistments 

Reenlistment bonuses 

Race 

Education 

(Estimated civilian earnings 
tAFQT scores 
Pay Fringe benefits 
Occupational groups 
Dependents 

Potential for facing combat 
Reservation waee 



2. Economic and Incentive variables related to intended reenlistment 



Jod security 
Proficiencv'pay 
Overall job satisfaction 
Career satisfaction 
Educational benefits 
Promotion opportunities 
Tenure 

Training opportunities 
Family separation 
Race 
Age 

Geographic location 
Medical benefits 

Nonpecuniary elements (e.g., patriotism, teamwork, etc.) 
Travel opportunities 



E. MILITARY RETENTION RESEARCH (RESERVE FORCE) 

The review here concentrates on research of prior service individuals joining the 
Reserves as opposed to non-prior service individuals, although few studies are solely 
dedicated to only one of these two classes. It will also address turnover behavior in the 
Selected Reserves (SELRES) and National Guard. 

Merritt (1982) found that retirement benefits are substantially more important 
than current pay levels for enlisted SELRES in the Navy. Pay was, however, found to 
be the major determinant in the initial enlistment decision. Family, civilian employer, 
military peers, and friends were found to be the strongest determinants of participation 
in the SELRES. Job satisfaction was found to be weakly related to participation, 
slightly more important in explaining withdrawal behavior. 

Horn, Katerberg and Hulin (1978) tested three approaches to the prediction of 
turnover of National Guardsmen. They found that three of five aspects of job 



31 



satisfaction (work, pay, and supervision) were significantly correlated with reenlistment. 
When organizational satisfaction was added to the regression equation, it improved the 
prediction of reenlistment significantly (from R=.49 to R=.55). Organizational 
commitment also predicted reenlistment intention and behavior, correlating .68 with 
the intention, and .58 with the actual reenlistment decision. They also found that 
organizational commitment was a superior predictor of these criteria than a linear 
combination of job satisfaction measures. Finally, Horn, et al., found that intention to 
reenlist was highly related to actual reenlistment (r=.67), and correctly classified 80 
percent of the cases. 

BrinkerhofF and Grissmer (1986) cite pay, the extent of moonlighting, 
unemployment, enlistment and continuation bonuses, educational tuition grants, 
training, and general taste for the military as important determinants of affiliation 
factors within the Reserves in an all-volunteer environment. The quality and 
demographic composition of SELRES personnel is roughly comparable to the active 
force, add, like the active force, differ from their draft-motivated counterparts in having 
a lower educational achievement and mental category level, and having a higher 
percentage of minorities and women. The average reservist has more total combined 
years of service since the volunteers have brought overall lower turnover levels and a 
more efficient balance of more prior- service and less nonprior-service manpower 
utilization. 

Rostker and Shishko (1973) developed a theory of moonlighting, or secondary 
labor market participation, to explain the behavior of Air Force Reservists. The theory 
identified several important economic variables in a civilian moonlighting decision, 
including primary job hourly wage, primary job hours, and secondary job hourly 
wages. This moonlighting hypothesis was tested in 1978, during a downturn in Reserve 
accessions. Grissmer, Burright, Doering and Sachar (1982) and Grissmer, Doering and 
Sachar (1982) report that expected results of offering reenlistment bonuses to Army 
Reservists and National Guardsmen would increase reenlistment rates by 30 to 40 
percent. The result was only a five percent increase, much smaller than anticipated. 
This supported the hypothesis that reservists did not behave like civilian moonlighters, 
in contrast to Rostker and Shishko (1973). Grissmer, et al., conclude that the reserve 
job seems to be somewhere between a kind of "voluntary" participation and the typical 
monetary-induced moonlighter. 
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Amey, Fechter. Huck and Midlam (1976) constructed a reserve supply model 

using a simple theory based on elements of existing theories of military occupational 

choice and secondary labor market participation. Fechter concludes that most analysts 

agree on a specification containing the following: 

A = f(M,C,U,P,D,X) 

where: A is accessions 

M is reservist pav 

C is construct of primary civilian wage and secondary civilian wage 
U is unemployment rate 
P is size of eligible population 
D is draft pressure 

X is any other variable (recruiting efFort, seasonal dummies, time 
trends, etc.) 

Draft pressure (D) is effectively dropped during the all-volunteer era. 

McNaught (1981) tested the above model and found that for nonprior service 
accessions unemployment rate was the most significant variable. For prior service 
accessions unemployment rate was not significant overall while primary wage was. 
McNaught attributes the lack of significance of the unemployment variable for prior 
service accessions to their greater labor market experience and larger stocks of human 
capital. 

Burright, Grissmer and Doering (1982) list five aspects of Reserve participation 
that set it apart from other second jobs and voluntary activities, briefly: 

• Periodic full-time requirement of Reserve duty often conflicts with primary job 

• Legally committed to at least one year up to six years of service 

• Reserve participation provides unique fringe benefits 

• Nonpecuniary rewards (patriotism, comraderie) 

• Inflexible Reserve schedule 

Unique fringe benefits include items such as insurance, education benefits, tax benefits, 
retirement benefits, etc. 

Summarizing, most turnover research has concentrated on identifying and 
understanding correlates of turnover. More recent research has postulated and 
attempted to empirically support turnover processes, developing models derived from 
hypothesized linkages between factors of job satisfaction, organizational commitment, 
withdrawal cognitions, and their correlates. Very little research has been conducted to 
identify factors or models explaining the individual turnover decision process. This is 
due mainly to the reliance upon aggregate data sources, in general. The positioning of 
factors of intent (search, quit, stay, withdraw, etc.) as precursors to the actual turnover 
act is generally accepted and supported. Determinants of turnover for the civilian 
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sector, as examined above, have proven applicable to the military as well. Civilian 
turnover models constructed from various hypothesized turnover processes have not, in 
general, been empirically supported when applied in military studies. 

The model hypothesized in this thesis applies determinants of turnover 
empirically supported in both civilian and military studies. Changes in the relative 
importance and contribution of variables in the reenlistment model vis-a-vis the reserve 
participation model will aid in understanding how factors of job satisfaction, 
organizational commitment and withdrawal cognitions, affect full-time and part-time 
affiliation intentions of a selected military cohort. 
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III. RESEARCH OBJECTIVES AND METHODOLOGY 



A. RESEARCH OBJECTIVES 

The major objective of this study is to integrate hypotheses and research methods 
from civilian labor force studies with existing military research findings on turnover, 
and develop and test a model which can be used to explain affiliation intentions of 
first-term enlisted servicemembers. Major questions of interest include: 

• What are the significant factors which affect a servicemember's decision to 
reenlist, leave the service and join a Reserve ‘National Guard unit, or to leave 
with no further military affiliation (turnover)? 

• How applicable are studies conducted in the fields of job satisfaction and 
turnover to the reenlistment/ leave decision? to the reserve, 'no reserve decision? 

• What role does organizational committment play in the military affiliation 
decision? 

• What are the relative effects of economic, demographic, experience, attitudinal, 
and alternative employment factors have, if any, on the affiliation decision? 

In order to keep the samples as homogeneous as possible, only first- term enlisted 
servicemembers with one year or less remaining on their initial contract were included. 
The samples were further stratified by including only servicemembers in paygrades El 
through E6, and between the ages of 18 to 30. Thus this sample of military first- 
termers can be considered representative of the services' total first-term population in 
both a branch specific as well as inter-service sense. This assumption of 
representativeness allows for the application of inferential statistical analysis for the 
purpose of policy decision-making. Each branch of service will be analyzed separately 
to provide a baseline of significant factors leading to the affiliation decision within each 
branch of service. The investigation will be conducted in two sequences that will look 
at three discrete affiliation choices, those being: (1) reenlist, (2) leave active duty and 
join the Reserves/Guard, or (3) leave active duty with no further military affiliation. 

B. DATA BASE 

The data base used in this study was generated from the Defense Manpower 
Data Center 1985 Survey of Officer and Enlisted Personnel in the Department of 
Defense. The survey was sponsored by the Office of the Assistant Secretary of Defense 
(Force Management and Personnel) and conducted for the provision and systematic 
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examination of policy sensitive information about the military life cycle. The military 
life cycle includes both active and reserve force enlistment decisions, career 
orientations, responses to policies that affect military members and their households, 
and decisions to leave the military. The Users Manual and Codebook (Doering, et al., 
1986) provided documentation for the data base. 

The survey was fielded in January 1985 to a worldwide sample of approximately 
132,000 active-duty military members in all four services, stationed both in the United 
States (CONUS) and overseas on 30 September 1984. Officers, females, and Marine 
Corps personnel were sampled at a higher rate to facilitate more detailed analyses of 
these groups. Each servicemember sampled had to have completed a minimum of four 
months or more of active duty to participate in the survey. Most of the questionnaires 
were completed in March 19S5, meaning that respondents in the member survey were 
those that, at the time of survey administration, had completed 10 or more months of 
service. Data collection was completed in June 1985 and 70,025 usable enlisted member 
questionnaires (70.1 percent) were returned. 

Three questionnaire forms were used in the data collection, one each for officers, 
enlisted, and spouses. The nine subject areas of the enlisted questionnaire which, 
incidentally, were virtually the same for officers, are described in Table 5. The basic 
design of the survey sample (stratification and selection) as well as the structure of the 
administered enlisted questionnaire permits data from this 1985 Member Survey to be 
contrasted with the Rand 1978 DoD Survey in several areas of personnel management. 

For the purpose of retention analysis, however, the 1985 DoD Survey does suffer 
from the lack of questions regarding respondents' comparison levels of job attributes 
between military and perceived civilian employment as were available in the 1978 Rand 
DoD Survey. These missing questions relate to job conditions such as pay, medical 
benefits, retirement benefits, quality of supervision, quality of co-Workers, and level of 
independence. Stolzenberg and Winkler (1983) among others have very persuasively 
argued for the need to use information on the satisfaction of military personnel with 
military work, life, and pay relative to the satisfaction on these dimensions that they 
believe would be available to them as civilians. Unfortunately, the current 1985 Survey 
asked questions on satisfaction that were not framed in a comparative mode but in an 
absolute mode. 
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TABLE 5 

NINE MAJOR SUBJECT AREAS OF THE 1985 DOD MEMBER SURVEY 

Military Information — Service, paygrade, military occupation, term 
of enlistment. 



Present and Past Locations— Length of stay, expected stay, problems 
at present location and in moving to the location. 



Reenlistment and Career Intentions— Probed respondent's future 

orientation bv asking expected years of service, expected paygrade, 
probable behavior under different management options. 



Individual and Family Characteristics— Focused on basic demographic 

facts such as age, sex, marital status, number and ages“of dependents. 



Dependents— Focused on basic demographic facts such as age, number, 
sex, physical and or mental handicaps. 



Military Compensation, Benefits , and Programs— Requested valuation 

‘of mihtarv medical services, commissarv and exchange privileges, familv 
programs', base pay, allowances for quarters and subsistance, perceived 
tax advantages. 



Civilian Labor Force Experience- Focused on the household's 
civilian work experiences. 

Family Resources— Used to determine level of household debts and 
non-wage or salary sources of income. 

Military . Life— Queried about attitudes to various aspects of militarv 

life, including compensation, interpersonal environment, and benefits. 

C. METHODOLOGY 

A conceptual model of the process of military service affiliation used initially in 
this thesis is shown in Figure 3.1. This model is derived from the turnover literature 
and ■wall be used to explain the military service affiliation intentions of first-term 
servicemembers approaching the reenlistment decision point. This model will be tested 
using the enlisted servicemember's responses to the 1985 DoD Survey of Officer and 
Enlisted Personnel administered by the Defense Manpower Data Center. The 
candidate variables used to predict military affiliation intentions were grouped into the 
following categories: 

• Demographic -- Biographical information allowing placement of respondent in 
various groups for analysis. 

• Tenure — Variables which provide information about the respondent's length of 
service and obligated service remaining. 
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